Investigate the Determinant Factors of Employee Motivation: The Case of Harare Brewery Share Company in Harare, Ethiopia by DESTA, BINIYAM KEBEDE
Research on Humanities and Social Sciences                                                                                                                                    www.iiste.org 
ISSN 2224-5766 (Paper)   ISSN 2225-0484 (Online)  
Vol.9, No.19, 2019 
 
1 
Investigate the Determinant Factors of Employee Motivation: 
The Case of Harare Brewery Share Company in Harare, Ethiopia 
 
BINIYAM KEBEDE DESTA 
Lecturer of Management, College of Business (Department Head of MBA) 
Addis Ababa Medical and Business College in Dire Dawa, Ethiopia 
 
EYOBE FEKADU ASFAWE (MBA) 
Harare Brewery Area Sales Manager 
Leadstar University College Dire Dawa, Ethiopia 
 
Abstract 
The study intends to examine the determinant factors of employee motivation:  The case of Harare Brewery 
Share Company in Harare, Ethiopia. The objectives of the study were: Do demographic profiles of employee’s 
leads to differences in employees’ motivation; to examine the determinants of employees’ motivation; to 
investigate the major challenge that hinders Harare Brewery Share Company in motivating their employees and 
to generate possible strategies to mitigate the challenges and to enhance employees’ motivation. Explanatory 
research design was adopted using quantitative and qualitative methods. The study targeted 205 respondents but 
181 returned the survey questions, indicating a response rate of 88 per cent. Stratified sampling technique was 
used to select marketing, purchasing, finance, HR and production department’s employees. Data analysis 
involved standard deviation and variance to determine the proportions and frequency of the variables. Order logit 
(O logit) regression models as well as Chi-square test was employed to establish the relationship and strength 
between the dependent and independent variables before settling on the most appropriate of these methods. The 
results showed that age, education level, salary and benefit, working condition, recognition, promotion, training 
and development, supervisory relationship and relationship with co-worker significantly determine employee’s 
motivation, whereas sex and experience dose not significantly determine the employee’s motivation in Harare 
Brewery Share Company.  
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1. INTRODUCTION 
1.1. Background of the Study 
The world is going in an enormous change. All organizations, regardless of size, market, and technology, want to 
be successful and maintain a constant progress even in a current highly competitive business environment. In 
order to achieve those goals and objectives, strategies must be developed and well-implemented with the 
effective utilization of all capable resources.  A few companies believe that their employees are an important 
asset that can lead them to overcome difficulties, exceed their limits and reach prosperity. In contrast, companies 
that put their personnel in the center of the business, maintaining a positive and strong relationship with its 
employees, persuading them towards task fulfillment are proved to result in higher affectivity and productivity 
(Anka, 1988). Nowadays the biggest task of the human resource manager is to motivate and retain employees. 
Managing human resource is the most difficult task that a manager has to do. Human beings are by nature not a 
homogeneous entity. They have several of needs, aspirations, as well as differing perceptions of what establish 
appropriate rewards for effective motivation. Thus  motivating  workers  requires  an  in-depth  understanding  of  
the  human  nature, individual differences and perceptions of appropriate rewards and incentives, with a 
combination of extrinsic and intrinsic rewards. Good pay or salaries is also a valuable instrument to play a 
significant role to improving employee performance and also improve the productivity of an organization. A 
well-managed organization can motivate and retain employees. Puts human resources into action, improves level 
of efficiency of employees, and builds friendly relationship, leads to achievement of organizational goals and 
leads to stability of work force. On top of this, well-motivated employees are more productive and creative 
towards achieving organizational goals, than less motivated employees. According to Armstrong (2009), high 
performance is achieved by well-motivated people who are prepared to exercise discretionary effort. Employee 
motivation is the procedure in which the organization should motivate their employee in the form of bonus, 
rewards, and some other incentives etc. only for the reason to attain the organizational objectives. The individual 
is a complex creature. So every employee in an organization is inspired by some various kind of tactic. To 
motivate employees it is necessary to appreciate how motivation works; that is, understanding motivation 
theories and how they can be put into practice. Essentially, the way employees are motivated should be 
undertaken in a more systematic and coordinated manner, even this should be supported with frequent and 
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realistic surveys of the need and attitude of the employees. However, today, companies are also facing 
challenges in employee retention. Acknowledging the important role of employees and the huge influence they 
bring towards organizational effectiveness, companies are trying to retain employees by creating motivation and 
a healthier workplace. This is very important because if the personnel are not focused well, it associates with a 
decline in business productivity and effectiveness. Unless and until the employees are motivated and satisfied, an 
organization cannot foster to success (Manzoor 2011). This is due to the fact that motivation of employees in an 
organization is influenced by a number of factors; and hence, the purpose of this study is to evaluate the 
determinants of employee’s motivation in Harare Brewery Share Company. 
 
1.2 Statement of the Problem 
Generally most businesses, organizations and their managers are faced with numerous challenges. One of such 
challenges is in the area of management which refers to the utilization of resources effectively and efficiently in 
order to achieve an organizations goals and objectives. Some of these managerial challenges are obvious in 
matters concerning employees such as reimbursement, recruitment, performance management, training and 
career development, health and safety, benefits, motivation and administration amongst others. The human 
resource is the most vital of all resources among other factors of production and the human capital is what 
distinguishes one organization from the other (Maimuna & Rashad, 2013). Therefore, for organizations to 
survive and remain relevant and competitive, it is essential for them to be able to entice and maintain efficient 
and effective employees in a bid to enhance productivity (Sunia, 2014).  
Employees make up the workforce of any organization as such they are an integral part of the organization.  
Aluko (2014) stated that an organization is only as good as the workforce that runs the organization. This is to 
say that when employees are motivated chances are that their morale would be high as such performance and 
productivity levels would increase thereby to a large extent boosting overall organizational performance level. In 
order to achieve high levels of productivity as such boost organizational performance or productivity, managers 
therefore need to continually seek ways of ensuring that their employees stay motivated. This is because a lack 
of employee motivation leads to reduced productivity which is harmful to organizational performance and 
continuous success.  
According to Eskil Heinesen (2014), the motivation of employees is a significant aspect of job satisfaction, 
attendance, and performance, which impact organizational effectiveness. An understanding of what aspects of 
the organization, its values, and its mission are appealing to employees provides the organization with insight 
into how best to design the work of the organization to be meaningful and rewarding. The review in the literature 
on public and privet sector employee motivation has revealed the importance of motivating employees for better 
performance, and how it contributes to productivity and effectiveness. In this regard, early research conducted by 
Azrain (2015) concludes that salary and benefits, working environment, relationship with co-worker, Training 
and Development and Recognition are extrinsic and intrinsic determinants of motivation.  
Previous studies on employee motivation mainly focus on the effects of motivation on employee’s 
performance or organization performance. Not many studies have been studied on its determinant factors. Even 
though research on factors affecting employee motivation have been done in different organizations, this 
research is necessary for the fact that employees in different environments and who are affiliated to different 
cultures cannot attain motivation from the same factors. As far as the knowledge of the researcher is concerned 
and the researcher wish to bridge the gaps identified from literatures by putting more emphasis the level of 
employee‘s motivation and what factors affect it did not get much attention in Harare Brewery Share Company. 
Consequently, it is necessary to generate relevant evidence through a detail study to highlight strategies for 
improving the motivation of employees.  Among the factors that were considered by researchers are Salary and 
benefits, Promotion Opportunity, Supervisory relationship, Relationship with co-worker, Working environment, 
Training and development, Recognition, and Socio – demographic factors (Gender (Sex), Age, Education, and 
Work Experience) has significant relationship with motivation of employees. Hence, this research proposes to 
fill all these gaps by investigating the determinant factors affecting employee motivation in Harare Brewery 
Share Company. Specifically, it finds out the level of employee’s motivation, assesses the significant factors of 
employee motivation, and draws possible strategies to enhance employee’s motivation and indicating directions 
for further research. 
 
1.3 Research Questions 
The above statements guide the researcher to build up research questions regarding the determinant of 
employee’s motivation in Harare Brewery Share Company; the study were design to seek answers to the 
following basic questions: 
1. Do demographic profiles of employee’s leads to differences in employees’ motivation?  
2. What are the determinants of employees’ motivation in Harare Brewery Share Company?  
3. What are the major challenges that hinder organizations to motivate in Harare Brewery Share Company?  
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4. What possible strategies should be forwarded to enhance employees’ motivation in Harare Brewery 
Share Company?  
 
1.4 Objectives of the Study 
1.4.1. General objective   
The general objective of this study was to examine the determinants of employee’s motivation in Harare 
Brewery Share Company.  
1.4.2 Specific objectives  
The objectives of this study were to: 
1. Do demographic profiles of employee’s leads to differences in employees’ motivation  
2. -- To examine the determinants of employees’ motivation in Harare Brewery Share Company.  
3. -- To investigate the major challenges that hinders Harare Brewery Share Company in motivating their 
employees.  
4. To generate possible strategies to mitigate the challenges and to enhance employees’ motivation in the 
study area. 
 
1.5 Research Hypothesis 
The study was to test the hypotheses that: 
H0: There is no significant relationship between determinant factors and employee motivation. 
H1: There is a significant relationship between determinant factors and employee motivation. 
 
1.6 Significance of the Study  
The finding of this research will provide the following important inputs: more reliable in-depth understanding of 
the determinant factors of employee motivation and thereby the concerned bodies will be aware of the needs for 
effective management of motivation; to ensure a stable work environment and well-motivated employees; will 
help the organizations formulate appropriate employee motivation policies and strategies to enhance employee 
motivation and assist the company administration and particularly the Human Resource Development Personnel 
to design and implement strategies on how employees can be motivated and also serve as a source of reference 
document for future researchers.   
 
2. THEORETICAL LITERATURE REVIEW 
2.1 Definitions of Motivation 
Technically the word motivation can be traced back to the Latin word “mover” which means “to move”. 
Motivation is subroutine which begins with a physiological or psychological defect or wants or need that start a 
manner of acting that is planned to accomplish a goal or objective. Robbins (1994) has emphasized that 
employee motivation is “The process that accounts for an individual’s intensity, direction, and persistence of 
effort toward attaining a goal”. Luthans (2005), on the other hand, fells that it is “Desires wants wishes aims 
goals needs drives motives and incentives”. 
Motivation is an internal drives to satisfy an unsatisfied need and the will to accomplish. It is a procedure 
that initiates through a physiological or psychological want that stimulates a performance that is intended at an 
objective. It is the concluding product of interface among personality behavior and organizational distinctiveness. 
It symbolizes those psychological procedures that foundations the stimulation, route, and determination of 
deliberate actions that are target oriented (Manzoor, 2011). Herzberg defined job satisfaction as recognition, 
responsibility, and opportunity for advancement as employee motivation factors. Separating satisfiers and 
dissatisfies he identified dissatisfies as hygiene factors that influences health, comfort and social wellbeing. 
Removal of these factors will result in dissatisfaction of employees. Hygiene factors include company policy, 
interpersonal relations, working conditions, salary or job security.  Motivation is an employee’s intrinsic 
enthusiasm and drives the employee to accomplish the activities related to work (Chaudhary& Sharma, 2012).  
 
2.2. Factors Affecting Employee Motivation 
According to Kamalian et al. (2010), the effects of work, as well as its contributing factors are also of 
importance for the need satisfaction. As a result, work is seen as a means to pursue other motives.  
2.2.1. Salaries and benefits  
No one works for free, nor should they. Employees want to earn reasonable salary/payment and employees 
desire their employers to feel that is what they are getting. Money is the fundamental inducement; no other 
incentive or motivational technique comes even close to it with respect to its influential value. It has the 
supremacy to magnetize, retain and motivate individuals towards higher performance. Frederick Taylor and his 
scientific management associate described money as the most fundamental factor in motivating the industrial 
workers to attain greater productivity (Abadi, et al, 2011). Monetary rewards have seen to be the most important 
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motivator for employees; no other reward contributes as effectively as money does (Rynes, Gerhart, & Minette, 
2004). All businesses use pay, promotion, bonuses or other types of rewards to motivate and encourage high 
level performances of employees. To use salaries as a motivator effectively, managers must consider salary 
structures which should include the importance organization attach to each job, payment according to 
performance, personal or special allowances, fringe benefits, pensions etc (Rukhmani et al 2010).  
2.2.2. Work Environment  
Employee level of motivation is also influenced by the quality of the working environment both its physical 
attributes and the degree to which it provides meaningful work. While a comfortable physical environment is 
correlated with employee motivation, the relationship is not merely as strong as the relationship between 
motivation and managerial behavior (Yazdani et al 2011). Work environment plays an essential role since it 
influences employee motivation. Employees are concerned with a comfortable physical work environment that 
will ultimately provide extra optimistic level of motivation. Lack of favorable working conditions, amongst other 
things, can affect badly on the employee's mental and physical well-being. According to Arnolds et al (2001) 
factors such as working hours, temperature, ventilation, noise, hygiene, lighting, and resources is all part of 
working conditions. Negative performance will be provoked by poor working conditions since employees job 
demand mentally and physically tranquility (Irons and Buskist, 2008). Moreover, they warned that if working 
conditions are two extreme ends i.e. either too favorable or too extreme, this could be taken for granted or 
ignored by most employees. Furthermore, when employees feel that management does not appreciate or 
acknowledge their efforts or work done they may use poor working conditions as an excuse to get back at 
management (Whittaker, 2008).  
2.2.3. Supervisory Relationship 
A good managerial relation is an important factor in fostering employee motivation. Those who act to maintain 
good relations with their employees exhibit the following behaviors: help with job related problems, awareness 
of employee difficulties, good communication, and regular feed-back about the performance so that employees 
always know where they stand. Employees want to have input into decisions that affect them, to feel important 
and appreciated. They want to be informed and involved at work place. When a job brings recognition and 
respect, employees are motivated with it. This is an easy condition to create with feedback (Tella, 2007). The 
evidence that “good management” plays a part in affecting employee motivation puts a responsibility on both the 
managers and the supervisors in the organization. Management needs information on employee motivation in 
order to make sound decisions, both in preventing and solving employee problems.  
2.2.4. Promotion Opportunities  
Promotional opportunities affect employee motivation considerably. The desire for promotion is generally strong 
among employees as it involves change in job content, pay, responsibility, independence and status among 
others. An average employee in a typical government organization can hope to get two or three promotions in his 
entire service, though chances of promotions are better in private sector. It is no surprise that the employees take 
promotion as the ultimate achievement in their career and when it is realized, he/she feels extremely satisfied 
(Turkyilmaz et al, 2011). If an organization provides employees the necessary factors for promotion such as 
facilities, ability and skills, then employees will be automatically motivated and satisfied. Promotion and 
satisfaction have a direct relationship.  
2.2.5. Relationship with Co-workers 
A co-worker is a person who holds a position or rank similar to that of an employee in the same 
company/organization. Co-workers are a distinct part of the working environment, and employees are expected 
to work harmoniously with other employees (Iqbal, 2010). People seek friendly, warm and cooperative 
relationships with others, not only for what these relationships produce in the immediate present, but also for 
what they provide in those times of need, such as social support. Bagraim, et al, (2007) suggest that employees 
should be technically, emotionally and socially supportive of one another. Harmonious interactions between an 
individual and their fellow employees, as well as relations between other fellow employees with each other, have 
a positive influence on an individual's level of organizational commitment and motivation (Iqbal 2010). Pleasant 
associations with co-workers have been found to have a positive influence on an individual's level of motivation 
(Ladebo et al, 2008).   
2.2.6. Recognition   
It is a useful positive tool where usually people get recognized by their work and job done and based on that they 
receive recognition. Pinar, (2011) stated that employees work harder when they are recognized and appreciated 
for their effort toward the work and tasks have been given and this is a simple, easy and powerful strengthen 
system. When employees get recognized and appreciated, they do their best to prove the skill, talents and 
abilities they have. Furthermore, recognizing employees is also considered a way of communication that 
strengths and rewards the outcomes people create for your business. For that, leaders should develop recognition 
system which is powerful for both employees and organization (Hsiu-Fen, 2007). Employees who feel 
appreciated and recognized are more positive about themselves and their abilities to contribute. It also guarantees 
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positive, productive and innovative organization environment. Saying thank you as recognition will make the 
business successful (David, Louis & Micheal, 2004).  
2.2.7. Training and Development  
Training provides chances to employees’ growth and enhances their knowledge and skills for effective 
development (Kabir, 2011). Trained workers are more motivated with their job as compared to untrained 
employees (Abdullah and Djebavni, 2011). These training programs positively raise employees‟ advancement 
that is good for competencies (Hunjra, Chani, Aslam, Azam & Rehman, 2010). By getting these training 
programs employees are able to get self-assured, evolution of career, and have positive thought for their 
organizations/companies (Kabir, 2011). The aim of these training and management programs is to amend 
employees’ skills and organization potentialities (Hunjra et al., 2010). 
 
2.3. Empirical Literature on Employee Motivation 
The result of Farooq and Aslam (2011) study depicts the positive correlation between training development and 
employee motivation as r=.233 sig=.000. Thus, we can predict from this finding that it is not possible for the 
organizations to gain higher returns without best utilization of its human resource, and it can only happen when 
organizations are able to meet its employee’s job related needs in timely fashion. Training is the only ways of 
identifying the deprived need of employees and then building their required competence level so that they may 
perform well to achieve organizational goals.   Moreover, the result of the study of Sultana (2012) conducted in 
service sector of Pakistan telecom, states the R² as 0.501 which means that 50.1% of variation in employee 
performance is brought by training programs. Further, the T-value was 8.58 that explain training is good 
predictor of employee performance. Also, in a similar research, (Akerele, 2001) equated the comparative 
position of ten motivational tools such as pay, training, security, etc. considered external to the job, and other 
internal factors like employee well-being, good relationships with managers, responsibility etc. among 80 
employees of an organization. It was assumed that greater value will be put on internal rather than external job 
factors. However, findings failed to validate the assumption as it was revealed that two extrinsic factors 
sufficient compensation and job safety were rated as the most important tools. The above are practical works 
undertaken by various scholars in the area of motivation and productivity. Based on these empirical 
examinations and conclusions, one may possibly deduce that both intrinsic and extrinsic motivational factors are 
very essential in improving workers’ productivity levels in the workplace. As such an individual’s performance 
levels can be expected to result in higher productivity if the right motivational tools are put in place. Manzoor 
(2012) presented the problem that what affects the employee motivation and to study the relationship between 
employee motivation organizational effectiveness. This research is done in Bhawalpur. The findings of the 
research are factors like empowerment and recognition have an effect on employee motivation. An organization 
that uses empowerment and recognition tends to increase the work motivation. Also, there is an optimistic 
relationship between employee motivation and organizational effectiveness. Organizations should treat their 
employees well and appreciate them in order to get growth. Asim (2013) presented the impact of motivation 
level amongst the workers' performance with the mediating of the training needed in Pakistan universities. The 
problem targeted at the research is the relationship between rewards, promotion on the employee motivation with 
special effects from the worker’s performance more specifically on education sector. The research was carried 
out from 118 respondents. In this research correlation and regression methods were used to consider the data. 
The findings of the study explain that the universities of Pakistan should improve the salary and reward system 
in order to get the desired performance from the university employees. Zameer et. al, (2014) presented the 
problem that examine the impact of employee motivation on employees performance.150 questionnaire were 
distributed to the beverage companies (Pepsi.Coke .Gourmet) in Pakistan. The methodology used is regression 
and correlation to analysis the variables. The findings brought by this research is if the beverage companies uses 
tools like enrichment, job security, incentives, reasonable salaries the employee gets motivated directly and 
performance also increases. It is recommended that the top management should focus on motivating employees 
to get positive result in performance. Kahn (2010) has examined the influence of on payment, recognition, 
promotion on employee work motivation. The statistical analysis result shows that there is strong relationship 
between reward and employee motivation. This study has greatly contributed in revealing the fact that different 
tactics and policies would have different motivational impact on diverse people. A study by Ashgar Ali and 
Mohammed (2012) pointed out that there is positive impact of financial rewards on employee’s motivation and 
satisfaction. That is, financial rewards lead to employee’s motivation. It is also discovered that new entrants in to 
an industry are highly motivated and the working conditions, environment and superior’s behavior plays a vital 
role in determination of their satisfaction level. Therefore, from above all empirical research discussion we can 
observe that employees’ motivation can be affected by numerous factors. This helps us to conclude that a 
positive change in one of the above factors may offer positive significant effect on employees’ motivation. 
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3. RESEARCH METHODOLOGY  
3.1 Research Design  
This study employed an explanatory research design. Since the purpose of explanatory research design is to 
explain and interpret the relationships between two or more aspects of a situation or phenomenon, in this 
research it enabled researchers to explain and interpret the relationship between employee’s motivation and its 
determinants. The study also employed a survey design administered through structured questionnaire. To 
determine employee motivation in Harare Brewery Share Company; and to describe as well as to explore and 
interpret the relationship between employee’s motivation and its determinants the study was used summery 
statistics and Order logit (O logit) regression.  
 
3.2. Target Population 
All the items under consideration in any field of inquiry constitute a population. (Sekeran, 2001) defines a 
population as “the entire group of people, events, or thing of interest that the researcher wishes to investigate”. 
The total number of employees is 478, which is the total population working in 5 departments in Harare Brewery 
Share Company, (HR Development Harare Brewery Share Company Data 2019). The actual populations are 
marketing, purchasing, finance, production and HRM departments. 
 
3.3. Sampling Technique 
This study possessed the probability sampling techniques since the sampling units under the study have equal 
chance being a sample. There are four types of probability sampling technique, and among of those this study 
was used the stratified probability sampling techniques.  
 
3.4. Sample Size determination 
To determine the sample size and representative of the target population, the study was used statistical 
instrument formula. The following formula used for the calculation of the sample size since it is relevant to 
studies where a probability sampling method is used (Watson, 2001).The sample size of study computed as 
follows.   
n= 
[ ]
[ ] ú
û
ù
ê
ë
é
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+
-
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N
pp
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pp
1
2
2
1
 
 
Where, n = sample size required = 205 
N = number of population = 478 
P = estimated variance in the population = 50% 
A = margin of error = 5%  
Z = confidence level = 1.96 for 95% confidence 
R = estimated response rate = 96% 
The proportional stratified sampling for each stratum was determined by n /N = 205/478= 0.43 which means 
that 43% of each clusters as calculated in the table. 
Table 3.1 proportional stratified sample 
Department Total Sample 43% 
Marketing 73 31 
Purchasing 40 17 
HR 38 16 
Finance 30 13 
Production 297 128 
TOTAL       478       205 
Source: HR Development Harare Brewery Share Company Data (2019) 
 
3.5. Methods of Data Analysis  
According to Sarantokos (1998), the analysis of data allows the researcher to organize data collected during the 
study in order to assess and evaluate the findings and to arrive at some valid, reasonable and relevant conclusion. 
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In this study, before processing the responses, data preparation was carried out on the completed questionnaires 
through editing, coding, transcribing (entering), and cleaning the data. Descriptive analysis using measures of 
central tendency was used such as; mean median and mode, as well as measures of variability such as the 
standard deviation and variance to determine the proportions and frequency of the variables. Spearman’s 
Correlation and O logit regression models as well as X2 was employed to establish the relationship and strength 
between the dependent and independent variables before settling on the most appropriate of these methods. Data 
analysis was done using tools namely; Statistical Package for Social Scientist (SPSS version 23) and STATA 
software version 14. The qualitative data obtained from key informants were analyzed through multiple response 
methods.  
 
3.6. Model Specification  
3.6.1. Chi-square Test of Association 
Chi-square test of association is used to test whether there is significant relationship/association between two 
categorical variables or not.  
Model:     
Where:  O=observed count     E= expected count 
3.6.2. Ordinal Logistic Model 
The ordered logit model is a regression model for an ordinal response variable. The model is based on the 
cumulative probabilities of the response variable: in particular, the logit of each cumulative probability is 
assumed to be a linear function of the covariates with regression coefficients constant across response categories. 
In  this  research,  the  relation  between  Employee Motivation  and  the  explanatory  variables- Salary and 
benefits (SB), Promotion Opportunity (PO), Supervisory relationship (SR), Working Environment (WE), 
Relationship with Co-worker (RC), Training and Development (TD), Recognition (R), and Demographic 
factors(DF) (such as Gender, Age, Education and Experience ) and dependent variable-Employee Motivation 
(EM) variables  will be assumed to be logistic over the course of the study.  
Generally, we can express the ordinal logistic model for k predictors with P-1 levels response variable as: 
 
 i =1…k,    j= 1, 2,…, p -1 
Where:  αj or βo = Threshold  
 βi = Parameter  Xi1 = Sets of factors or predictors 
A logistic regression model is developed to test the research hypotheses in order to determine the 
significance of the determinants of employee motivation. The dependent variable and independent variables will 
be developed by taking the averages of all questions related to them. 
 
4. Results and Discussion 
4.1. Response rate 
The survey was conducted between June and July 2019. Questioners were distributed to 205 randomly chosen 
employees. All the employees’ survey respondents were located in Harare Brewery Share Company  
Table 4.1: Response rate 
Participants Frequency Percentage 
Responded 181 88 
Non responded 24 12 
Total 205 100 
Source: Survey2019  
According to Table 4.1above, out of the 205 questionnaires administered, 181 were returned fully 
completed, giving a response rate of 88%. Out of 4 respondents targeted for interviews, all of them were actually 
interviewed, implying a response rate of 100%. Out of this sample, 19 and 5 from Core processor and Supportive 
processor respectively total 24 questionnaires were not returned giving a response rate of 12%.The overall 
response rate of the respondents was thus 88%. With that high response rate of 80%, the findings of the study 
were representative of the actual population and could therefore, be generalized, as observed by (Sekaran, 2003). 
Overall, 181 responses were received, giving a response rate of 88 percent. This shows that the response rate 
considered as fair. Dillman, (2007) suggests that the response rate for a personal delivery approach varies 
considerably from the lower of 28 percent to the highest of 50 percent. 
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4.2. Reliability 
Cronbach’s alpha reliability analysis was conducted on the independent variables in order to determine the 
reliability of the instrument used. Nunnally (1978) has suggested 0.70 as the acceptable level for reliability 
measure. Alpha values ranged from 0.724 to 0.925, thus indicating an acceptable level of reliability.  
Table 4.2: Cronbach Alpha Coefficients of Explanatory Variables 
Scale No. of items Cronbach alpha Coefficient 
Salary and Benefit 6 0.779 
Working Condition 5 0.724 
Recognition 5 0.725 
Supervisory Relationship 8 0.925 
Promotion 5 0.726 
Training and Development 6 0.823 
Relationship with Co-worker 6 0.840 
Source: Survey, 2019 
 
4.3. Factor Analysis 
According to Coakes and Steed (2007), Factor Analysis is a data reduction technique used to reduce a large 
number of variables to a smaller set of underlying factors that summarize the essential information contained in 
the variables. Factor Analysis is more frequently used as an exploratory technique when to achieve the objective 
of summarizing the structure of a set of variables. Factor analysis was to run by using principle component 
analysis according to items in each domain across and components extracted by way of varimax rotation. Kaiser-
Meyer- Olkin (KMO) is measure of sampling adequacy also examined to validate factor analysis, between the 
ranges of 0 to 1, with 0.6 as the minimum level. The results of the Barlett’s test were significant for all variables 
and KMO is the above-recommended value of 0.6 for all variables meaning that it indicates sampling adequacy. 
Table 4.3: Kaiser-Meyer- Olkin (KMO) 
 SB PO SR WE RC TD R 
Kaiser-Meyer-Olkin 
Measure of Sampling 
Adequacy. 
.666 .850 .778 .802 .765 .850 .789 
Bartlett's 
Test of 
Sphericity 
Approx. 
Chi-
Square 
349.366 708.886 558.393 444.373 639.155 708.886 698.821 
df 6 10 6 6 10 6 6 
Sig. .000 .000 .000 .000 .000 .000 .000 
 Source: Survey Result (2019), Salary and benefits (SB), Promotion Opportunity (PO), Supervisory relationship 
(SR), Working Environment (WE), Relationship with Co-worker (RC), Training and Development (TD), 
Recognition (R) 
 
4.4. Descriptive Analysis 
4.4.1. Demographic Characteristics of Employee Respondents 
The demographic characteristics include: sex, age, educational status, job position, overall experience, and 
monthly income. The descriptive statistics results of demographic characteristics of the sample employees have 
been depicted as follows. As indicated in table 4.2., from the total 181 respondents, 50.7% (91) were male 
respondents who took slightly small share of the total respondents and the remaining 49.3% (90) were female 
respondents. This presupposes that generally, the margin between males and females is minimal. This implied 
that there was fairly (equal) representation of the male and female employees in Harare Brewery Share Company.  
The SPSS results showed that, the largest proportion of the respondents fall on the age group between a range of 
36 – 45 years, which is 40.9% (77), followed by the second largest proportion of the respondents aged between 
26 – 35 years, which is 27.1% (49). The third largest proportion of the age group is between 46 – 55 years, 
which is 22.7% (41), followed by an age group less than 25years, which is also 8.3% (15) and above 56 years is 
1.1% (2). We can conclude that the majority of the respondents are aged between 36 – 45 years. The data 
collected showed that, the largest proportion of the respondents, which is 58% (105), possessed Undergraduate 
Degree and the second largest proportion of the respondents, which is 19.9% (36) TVET graduate and the third 
largest proportion of the respondents, which is 13.3% (24) holds Postgraduate Degree and above. The remaining 
respondents, which is 7.7% (14), have College Diploma and 1.1% (2) High School Complete. The fact that the 
majority of the respondents were well-educated means that they well understood the question from the 
questionnaire and the responses obtained were reliable. The collected data shows that, the highest percentage of 
the respondents, which is 43.1% (78) served the organization for greater than 17 years. The second largest 
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percentage of the respondents, which is 33.1% (60), worked for 11-16 years and the third largest percent of the 
respondents, i.e. 14.9% (27) served the organization for 6-10 years. The rest were 8.8% (16) with service years 
of less than 5 years.  
 
4.5. Motivation Level/Status of Employees 
From the descriptive analysis of the study, respondents reported low level of motivation with their respective 
mean scores for Recognition (2.1), Working Condition (2.2), Training and Development (2.3) and Promotion 
(2.5) determinants. The determining factor with the smallest mean score of motivation was Salary and Benefit. 
Study participants were reported moderate level of motivation for Supervisory Relationship (3.1), Relationship 
with Co-worker (2.9) and Salary and Benefit (2.8). In general, the mean motivation status for all employees in 
the sample was 2.5(Table 4.4). Therefore, the average motivation level of employees for the sample was 
considered to be medium. 
Table 4.4: Mean Scores of Motivation status of Employees 
 
Variables 
Descriptive Statistics 
N Mean Std. Deviation 
Salary and Benefit 181 2.8 1.13 
Working Condition 181 2.2 0.93 
Recognition 181 2.1 0.94 
Supervisory Relationship 181 3.1 1.11 
Promotion 181 2.5 0.99 
Training and Development 181 2.3 0.99 
Relationship with Co-worker 181 2.9 0.99 
Employee Motivation 181 2.5 0.99 
Source: Survey, 2019 
 
4.6. Result of Employees  Motivation Composite Analysis 
The mean scores of perceptions and expectations of respondents toward the determinants of motivation 
were shown in table 4.5.  
Table 4.5: Mean Scores of Employees Perceptions and Expectations  
Determinants of Motivation Perception  
Scores 
Standard 
deviation 
Expectation  
Scores 
Standard 
deviation 
Gap Score 
(Perception – 
Expectation) 
Salary and Benefit 1.82 .82 3.34 1.64 -1.52 
Working Condition 2.16 .93 3.28 1.62 -1.12 
Recognition 2.06 .94 3.52 1.52 -1.46 
Supervisory Relationship 3.15 1.11 3.52 1.40 -0.37 
Promotion 2.47 .98 3.44 1.47 -0.97 
Training and Development 2.32 .99 3.47 1.45 -1.15 
Relationship with Co-worker 2.96 1.01 3.59 1.38 -0.63 
Average score for all Determinants  2.40 .67 3.50 1.14 -1.10 
Source: Survey, 2019 
4.6.1 Gap Analysis of Employees Motivation (Perceptions - Expectations) 
Expectations and perceptions were both measured using the 5-point Likert Scale whereby the higher numbers 
indicate higher level of expectation or perception. In general, employees’ expectation exceeded the perceived 
level of motivation shown by the perception scores. This resulted in a negative gap score (Perception – 
Expectation). From the table one can understand that the average score of employees’ expectations was mean 
value of 3.50 and the overall perception score was 2.40. The score shows a -1.10 difference. This means that the 
expectations are higher than the perceived employee’s motivation. In general, the negative score for the 
employee’s motivation dimension were showed that there is a room for improving employee’s motivation in 
Harare Brewery Share Company. As can be seen, the highest gap score were Salary and Benefit (-1.52), 
followed by Recognition (- 1.46), Training and Development (- 1.15), Working Condition (- 1.12),   Promotion 
(- 0.97), Relationship with Co-worker (- 0.63) and Supervisory Relationship (- 0.37) of which the gap score in all 
dimension is pronounced and need attention from the company administration and particularly the Human 
Resource Development Personnel. 
 
4.7. Inferential Analysis 
Inferential statistics is the procedure by which we reach a conclusion about a population based on the 
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information obtained from the sample drawn. Therefore among inferential statistics, we employed chi-square test 
and ordinal logistic regression. The chi-square test statistics was used to analyze the association between 
variables. Chi-square is simply an extension of a cross-tabulation that gives us more information about the 
relationship. However, it provides no information about the direction of the relationship (positive or negative) 
between the two variables. It deals the associations/relationships among two variables and test hypotheses about 
relationships between two or more ordinal level variables. The following table presents the Chi-Square test 
results depicting the association of employee’s motivation with individual demographic variables.   
Table 4.6:  The Chi-Square Test Statistics Showing Association between Variables  
Variables Sex Age Experience Education 
Pearson Chi-Square 12.013 21.651 21.704 15.232 
df 4 16 12 16 
Sig. 0.017 0.155 0.041 0.508 
Source: Survey, 2019 
Table 4.6: depicted that employee’s motivation had a significant association with sex (p-value < 0.05). 
However, age, overall experience and education had no significant association with employee’s motivation (p-
value > 0.05). 
Table 4.7: Motivation Differences between Male and Female Employees 
 
Employee’s Motivation 
Sex of Respondents 
Male (%) Female (%) 
Very low 22 (24.8) 20 (21.5) 
Low  37 (40.2) 29 (30.0) 
Moderate  25 (27.4) 32 (37.7) 
High  5 (5.7) 7 (8.1) 
Very high 2 (1.8) 2 (1.8) 
Total  91 (100.0) 90 (100.0) 
 Pearson chi2 (4) = 11.0022   Pr = 0.027  
Table 4.7 depicted the motivation differences between male and female employees across the categories of 
motivation in Harare Brewery Share Company. The results revealed that motivation of male employees for very 
low and low category (65%) are significantly greater than that of female (51.5%) for the same category. 
Similarly, the percentage of moderately motivated females (37.7%) is significantly higher than that of male 
employees (27.4%) in Company. The results also reported that motivation of female employees for very high 
and high categories (9.9%) is slightly greater than that of males (7.5%) for the same categories in Harare 
Brewery Share Company. This shows that female employees are highly motivated than that of males in Harare 
Brewery Share Company. 
 
4.8 Determinants associated with Employees Motivation  
Table 4.8:  The Marginal Effects of the Ordered Logit Model for Determinants of Employee’s Motivation 
Variables Coefficien
ts 
P>|Z| Employee’s Motivation 
Very Low Low Moderate      High Very High 
Sex  .0279682 0.882 -.0029313 -.0034707 .0056401 .0006486 .0001134 
Age -.2143885 0.082 .0225122 .0265279 -.0432132 -.00496 -.0008668 
Experience .0386651 0.743 -.0040601 -.0047843 .0077935 .0008945 .0001563 
Education -.2263803 0.029 .0237714 .0280118 -.0456303 -.0052375 -.0009153 
Salary and Benefit .2969717 0.022 -.0258714 -.0304865 .0599682 .0057002 .0009962 
Working Condition .5208888 0.001 -.0314031 -.0370049 .0496615 .0069189 .0012092 
Recognition .4115767 0.001 -.0333536 -.0393033 .0602799 .0073487 .0012843 
Supervisory 
Relationship 
.3897777 0.000 -.0386445 -.045538 .050064 .0085144 .001488 
Promotion .3170479 0.000 -.0351329 -.0414 .0034482 .0077407 .0013528 
Training and 
Development 
.3505452 0.010 -.0260811 -.0307335 .0664695 .0057464 .0010043 
Coworker 
Relationship 
.3524922 0.000 -.0346276 -.0408046 .0284417 .0076294 .0013334 
Ordered logistic regression                 Number of obs   = 181 
                                                                LR chi2 (14)      = 331.39 
Prob> chi2       = 0.0000 
Log likelihood = -539.5248              Pseudo R2           = 0.2350 
Before running the logistic regression analysis, all the hypothesized explanatory variables were checked for 
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the fitness and adequacy of the model, and consequently found to be significantly adequate and fitted well. 
Therefore H1 is accepted. The ordered logistic regression model was also fitted to estimate the effects of a unit 
change in the individual hypothesized explanatory variable towards the variance of motivation of employees in 
Harare Brewery Share Company.  
The results showed that age, education level, salary and benefit, working condition, recognition, promotion, 
training and development, supervisory relationship and relationship with co-worker significantly determine 
employee’s motivation in Harare Brewery Share Company. Whereas sex and experience, dose not significantly 
determine the employee’s motivation in the study area.  
Thus, the results of the marginal changes of each significant explanatory variable on Employee’s 
Motivation level categories were analyzed as follows.  
The study results reported that age negatively influenced the motivation of employees at 10% probability. 
Its marginal effect exhibited that a one unit (year) increase in the age of employees, given that all of the other 
variables in the model are held constant, would result in a probability of decrease in moderate, high, and very 
high motivation level categories by about 4.3%, 0.4%, and 0.09% respectively, whereas that of low and very low 
would increase by 2.7% and 2.3% respectively.   
Another factor influencing motivation of employees was the level of education, which has a negative effect 
on motivation of employees at 5% significance level. The estimated coefficient of the variable suggested that, 
being other variables in the model kept constant, a one unit increase in the educational level of employees would 
result in the probability of decrease in moderate, high, and very high motivation level categories by about 4.6%, 
0.5% and 0.09% respectively where as that of low and very low would increase by 2.8% and 2.4% respectively. 
In Harare Brewery Share Company employee’s motivation was found to be influenced positively by the 
availability of adequate salary and benefits at 5% level of significance. The marginal effect showed that, an 
increase of one unit of adequate salary and benefits of employees, other variables being constant, would increase 
the probability of their motivation level for moderate, high, and very high categories by 6%, 0.6% and 0.1% 
respectively, while their motivation of low and very low categories would decrease by 3.1% and 2.6% 
respectively. 
Availability of favorable working condition was deemed to be an important element to improve motivation 
of employees. Working condition in the study area was found to have positive and significant effect on 
motivation level of employees at 1% level. The marginal effect on the availability of favorable working 
condition implies, given that other variables in the model are held constant, that a unit increase in favorable 
working environment would increase the probability of motivation for moderate, high, and very high categories 
by about 5%, 0.7% and 0.01% respectively, whereas that of low and very low category decreases by 3.7% and 
3.1% respectively. 
Recognition encompasses several ways to recognize employees motivation such as greeting for better jobs, 
attach thanks to their paycheck, acknowledge employee milestones, staff gathering outside the organization, 
appreciation for coming up with new ideas, holding celebrations for success, arranging frequent contests and 
other team building activities, etc. The model results revealed that recognition was assessed to have a positive 
and significant influence on employee’s motivation at 1% level. Holding all other variables in the model constant, 
as recognition of employees in Harare Brewery Share Company increases, the probability of their motivation of 
moderate, high, and very high categories increase by about 6%, 0.74% and 0.13% respectively, whereas that of 
low and very low category decreases by 3.9%  and 3.3% respectively. 
Promotion is another factor determining employee’s motivation in Harare Brewery Share Company, which 
belongs to providing more responsibility or authority to workers to motivate them in their work places. The 
results reported that there was a positive effect of promotion on the motivation of employees at 1% level of 
confidence. As the effect of a one unit of recognition increases, the probability of employee’s motivation for 
moderate, high, and very high categories increase by about 0.3%, 0.8% and 0.14% respectively, whereas that of 
low and very low category decreases by4.1% and 3.5% respectively, other things being constant. 
Employee’s motivation was found to be influenced positively and significantly by coworker’s relationship, 
which is friendly, warm and cooperative relationships among workers, at 1% level of significance. Given that all 
other variables in the model kept constant, the marginal effect showed that, as employee’s relationship with 
coworkers in Harare Brewery Share Company in the study area increases, the probability of motivation for 
moderate, high, and very high categories increase by about 2.8%, 0.8% and 0.1% respectively, whereas that of 
low and very low category decreases by 4.1% and 3.5% respectively. 
Regarding Training and Development in Harare Brewery Share Company, the model results exposed that 
equity was estimated to have a positive influence on employee’s motivation at 1% level of confidence. The 
effect of a unit increase in Training and Development, other variables held constant, the probability of the 
employee’s motivation for moderate, high, and very high categories increase by about 6.7%, 0.6% and 0.1% 
respectively, whereas the probability of low and very low category decreases by 3.1% and 2.6% respectively. 
The last determining factor affecting motivation of employees was supervisory relationship. The result also 
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showed that supervisory relationship has positive and significant effect on Harare Brewery Share Company 
motivation at 1% level. The marginal effect indicated that, given that other variables in the model held constant, 
an increase of a unit of supervisory relationship in Harare Brewery Share Company the probability of 
employee’s motivation of moderate, high, and very high categories increase by about 5%, 0.9% and 0.1% 
respectively, whereas the probability of low and very low category decreases by 4.5% and 3.8% respectively. 
 
4.9. Major Challenges that deter the motivation of employees   
As it is indicated in the results of the study presented so far, the level of employee’s motivation in Harare 
Brewery Share Company was low and not as expected. This is because of the fact that there have been some 
challenges to combat so that in Harare Brewery Share Company can improve the motivation of their employees. 
The main ones are presented as follows: Absence of transparency, accountability & unfair working conditions; 
unsatisfactory working inputs and environment; lack of adequate man power and experience sharing; absence of 
recognition, incentives for outstanding employees;  unfair benefits, absence of salary scale and reasonable  
salaries in response to the cost of living; inadequate leadership skills to evaluate the performance of employees;   
absence of strategic focused  &  planned- driven  leadership; lack of empowering, listening and trusting of 
employees; lack of training packages & educational incentives; absence of coaching and  monitoring activities; 
lack of dwellings for employees and inequitable treatment of workers. 
 
5. CONCLUSIONS AND RECOMMENDATIONS 
5.1. Conclusion  
The aim of this research is to investigate the determinants of employee’s motivation in Harare Brewery Share 
Company. Nine determining factors of motivation namely, Salary and Benefit, Recognition, Working Condition, 
Training and Development and Promotion, Supervisory Relationship and Relationship with Co-worker are used 
as an instrument for the study. Based on the above results, it can be concluded that majority of the company 
workers have low level of motivation for Salary and Benefit, Recognition, Working Condition, Training and 
Development and Promotion, whereas moderate level of motivation for Supervisory Relationship and 
Relationship with Co-worker. Totally, the aggregate level of employee’s motivation in Harare Brewery Share 
Company is found to be low. Additionally, there is significant variation in the level of motivation across sex of 
employees. Accordingly, female employees are motivated more than that of males in Harare Brewery Share 
Company. 
 
5.2. Recommendation 
Based on the findings of the study the following recommendations and strategies are worth drawn. The results of 
the study revealed that co-worker relationship, promotion, training and development, salary and benefit, 
recognition and working condition are significantly influencing motivation of employees in Harare Brewery 
Share Company in that order. The administration as well as Harare Brewery Share Company heads and office 
holders should give due attention for the aforementioned determinants and devise mechanisms to improve the 
motivation of employees in the administration. Company heads and office holders should recognize the efforts of 
employees and appreciate their valuable performance towards organization. This gives employees more 
fulfillment getting recognition from the manager. Company should give due attention for employee motivation 
by reviewing financial and non-financial benefit packages to increase motivation among employees of company. 
Employees need up-to-date knowledge and skills to perform well because training continually nourish their work 
attitude and behavior. Organizations should invest more on training and development program, which enable 
employees to accomplish their task effectively and efficiently. It is advisable for the managers to give freedom to 
employees in doing their task by provision of necessary resources to achieve the desired result. People want to be 
respected and valued for their contributions. Employee respond to recognition expressed through appreciation of 
their good work because it confirms their work is valued. The manager of the organization should assign work 
fairly in an organization and talk with employees freely and friendly and organization should develop good 
relationship among employees. Provision of opportunities for further training and development both short term 
and long term is imperative for enlarged motivation and improving the knowledge and skill of employees.  
Further studies should also be conducted on why female employees are highly motivated than that of males, and 
why employees with lesser work experience are highly motivated than that of employees with greater work 
experience in Harare Brewery Share Company and other  Public and privet  Organization. 
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